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Abstract 
The aim of this study was to determine the types of training and development supports provided to expatriates prior to the departure, 
after arrival, and upon repatriation. This study used qualitative approach to gather valuable views from four human resource 
practitioners with regards to training and development programmes offered by the companies. The findings revealed that many 
companies provide relocation supports, language training, cross-cultural training and orientation to expatriates and their family 
members before assignment and after arrival to enhance their adaptability and familiarization to the host country environment, 
culture, as well as to reduce the culture shock effect. 
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of GLTR International Sdn. Berhad. 
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1. Introduction 
Today, companies are challenged to expand their business globally. Due to that reason, there is an increasing 
demand to employ expatriates to carry out global or overseas assignments. An expatriate is a person working in a 
country other than his or her nation of origin (Noe, 2013). Expatriates play an important role in the successfulness of 
the international assignments. Many companies in the international arena fail not because they neither misinterpret the 
situations nor fail to develop good strategies, but due to they fail to implement good global strategies with the right 
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management of human resources. To have a good international human resource management, companies must first 
understand the expatriate management cycle. It is the most basic and fundamental concept in the field of expatriate 
management. 
Generally, expatriate management cycle begins with planning, recruiting, selecting, and training, and continues 
with the relocation and adjustment, pay and performance, and lastly, the repatriation (Brewster & Scullion, 1997). 
Nonetheless, there are several issues that arose during the management of expatriation. For instance, cultural 
differences may influence the adjustment process, deterioration of productivity, selection criteria in affecting the 
expatriate adjustment, early repatriation, and failure expatriation (Beck, 1997; Chew, 2004; McNulty & Tharenou, 
2004; Selmer, 2006; Takuechi, Shay, & Li, 2008). Besides that, performance of assignees is affected by their 
intercultural adjustment to the host country. Several factors contribute to the adjustment and success international 
assignments. According to various researches, individual factors include prior international assignment, personality, 
motivation, work preparation/experience, language ability etc., organizational factors such as length of assignment, 
compensation and benefits, repatriation practices, , training and development, staffing, relocation assistance, decision 
autonomy etc., and environmental factors consist of the location, family, and culture differences (Selmer, 2006; 
McEvoy & Parker, 1995; Takuechi et al., 2008).  Therefore, these factors should be taken into consideration during 
the management of expatriation cycle.  
McNulty and Tharenou (2004) pointed out that, if the assignees and the assignments are completed successfully, 
the benefits gained would be a return of investment for the company. The culture and knowledge transfer, management 
control and objectives are achieved; the profits of the subsidiaries increase etc. Besides that, it would be a good 
international experience for the expatriate to develop his/her future career and leadership skills. Therefore, the main 
objective of this study was to determine the types of training and development supports provided to the expatriate prior 
to the departure, after arrival, and upon repatriation. 
2. Preparation and training 
Training is a planned effort by a company to facilitate learning of job-related competencies, knowledge, skills and 
behaviours by employees (Noe, 2013). It involves process of changing employee behaviour and attitudes to increase 
the probability of goal attainment (Chew, 2004). Proper preparation and adequate training can enhance the success of 
the international assignments and make amends for the weakness during selection process. 
The main concerns of the expatriate assignments would be the skills and capability of the assignees in handling 
new job functions and the adaptability of the expatriates to the new culture and foreign environment. Therefore, 
adequate cross-cultural and pre-assignment training are important. Extant literature suggests that the accomplishment 
of a global assignment can be ensured if useful preparation, support, and training were offered to the expatriate, their 
trailing spouse and trailing family (Vögel & van Vuuren, 2008). As Black et al. (1999) stated that, spending a lot of 
time and money carefully searching for key people to send to specific countries can turn out to be a waste of an 
investment if the company uses invalid, generic, ineffective training program. Likewise, offering no training at all is 
certain to inhibit the effectiveness of the selection process. Thus, the training function is an important link between 
good selection and good management development in the process of establishing internal fit.  
Forster (2000) mentioned that, culture has a highly pervasive influence on the behaviour of individuals. A person’s 
perceptions, attitudes, motivations, values, learning experiences and personality are all, largely, shaped by culture. 
Culture comprises several things, for example, individual appearance, facial expressions, body languages, etiquette, 
body contact, and proper demeanour in dealing with men and women. Behaviour that is considered a norm in the 
home country however would be deemed offensive to the people in another country who have different cultures and 
norms. Culture is not a thing that can be learned and internalized in days, some cultures are more difficult to adjust 
than the others, and the tougher the culture is to adjust to, the more assistance is required (Black et al., 1999).  
Therefore, understanding and respecting these disparities are necessary if we are to become accustomed to work and 
live in another culture (Forster, 2000).  Training in cultural understanding is aimed to augment an individual’s ability 
to cope and work in an unfamiliar environment (Forster, 2000). Sometimes, previous international working experience 
will reduce the expatriate’s perception of toughness in adjusting to new environment and culture. According to Black 
et al. (1999), this experience will also affect the training needs of the assignees.  
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Several researches have shown that, training and development programmes for expatriates are more widespread in 
European than in United State (U.S.) companies (Bonache, Brewster, & Suutari, 2001). In accordance with Mondy 
and Noe (2005), there are nearly 40% of expatriates are not prepared adequately for an international assignments, 56% 
have experienced poor coordination between local-country and home-office HR departments, and 35% of the 
expatriates look forward to leave their company within five years. Previous studies have stated that many companies 
do not offer formal cross-cultural training either to their expatriates and spouses/families or only on a very selective 
basis (Forster, 2000). Black et al. (1999) suggested that, to determine and design the suitable training to the expatriates, 
there are three dimensions of training needs should be identified, the cultural toughness, communication toughness, 
and job toughness. 
Training should be customized for the duration and methods to reflect whether the expatriate has had a similar 
experience overseas and taken into account the cultural distance of the home and the host country (Haslberger & 
Esarey, 2006). The tougher the culture to adjust to or the more distant the culture, the more interaction with the host 
nationals or the higher the level of communication toughness, the tougher the new job or the more responsibilities, 
autonomy or challenges, the more rigorous training the expatriates would need (Black et al., 1999). From Forster’s 
(2000) research, he mentioned that, the selection of training is also dependent on what type of global managers’ 
companies are eager to develop, the kinds of competencies they desire to inculcate, the length of the awaiting 
assignment and the time and resources accessible to the company. Haslberger and Esarey (2006) stated that, to avoid 
the faulty expectation, training is required to present concrete insight into the new macro and micro-environment, 
equipping the expatriate, and his family with the information needed to navigate new surroundings, together with a 
detailed job preview and host organization briefing for the expatriate.  
Types of pre-departure and cross-cultural training include the familiarization in language, culture, history, living 
conditions, local customs and peculiarities (Mondy & Noe, 2005), in addition, there are six categories of cross-cultural 
training (Forster, 2000). It includes factual information about geography, climate, housing and schools; cultural 
orientation, providing information about the cultural institutions and value systems of the new country; cultural 
assimilation training, consisting of brief episodes describing intercultural encounters; language training; sensitivity 
training to develop attitudinal flexibility; field experience, where candidates can undergo some of the emotional stress 
of living and working with people from different cultures. 
Forster (2000) quoted that, “of 29 studies on cross-cultural training, the available empirical literature gives guarded 
support to the proposition that cross-cultural training has a positive impact on cross-cultural effectiveness.” However, 
from his research, he found that, the degree of these trainings effectiveness is strongly influenced by other factors such 
as, by the length of notice prior to the transfer, the location of the international assignment and family relationships. 
Therefore, enough notice time prior to the relocation is important to the expatriate and families to prepare themselves 
mentally and physically, in addition to inculcate and familiarize themselves with the new country environment and 
cultures in order to facilitate their post-move adjustment. Besides the pre-departure training, post-move training should 
be continued. Forster (2000) mentioned that, international assignments are processes and not one-off events. Thus, it 
creates complete sense to develop the learning curve initiated prior to the transfer and keep on with both experimental 
and formal cross-cultural learning after relocating overseas. The threat of one-off training events is that they all too 
frequently have a fast fading halo-effect (Forster, 2000). Continuous supports and trainings to the expatriate and 
his/her families throughout the assignment period are important to ensure successful adaptation and develop their 
sense of commitment to the job. 
 
3. Research approach 
The human resource managers or practitioners from Kuala Lumpur and Kuching were identified as informants 
using purposive sampling method.  Qualitative methodology was used in this study and in-depth interview was the 
main technique used to collect data from the informants. Several types of questions such as open-ended and semi-
structured questions were utilized during the interview so that the informants could share their point of view on 
expatriate related issues. To ensure the reliability of the data, sound recorder was chosen as an instrument to record 
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the interview session with the permission of informants. All the information shared during the interview were then 
recorded and documented for data analysis. 
4. Informants’ background 
Four Malaysian informants involved in this study. Two of them are from Kuala Lumpur, and another two are from 
Kuching. The names of all these informants were not highlighted in this report to protect the informants’ privacy. 
They were called using different name as Informant 1 from Company 1, Informant 2 from Company 2, Informant 3 
from Company 3, and Informant 4 from Company 4.  Table 1 shows the summary of informants’ background. 
              Table 1. Summary of informants’ background. 
 Informant 1 Informant 2 Informant 3 Informant 4 
 
Gender  
 
Male  Male  Male  Female  
Age range 
 
56 and above 41-50 51 and above 51 and above 
Race  
 
Chinese Chinese Malay  Chinese 
Nationality  
 
Malaysian  Malaysian Malaysian Malaysian 
Education level 
 
Master Master Bachelor Master 
Profession Asia HR 
Director 
Rewards 
Manager 
Senior HR Manager 
– PCB Asia 
Assistant HR 
Manager 
 
Years of involvement in expatriation 
management 
 
14 9 24 and above 5 
Location of interview Company 1 Company 2  Company 3 Company 4 
 
5. Empirical findings 
3.1. Case 1: Company 1 
Before the assignment, Company 1 would conduct an international assignment orientation; provide a pre-
assignment visit for the assignees and family members, cross-cultural training, and subsidized local language training. 
Cross-cultural training is an important preparation for the expatriate, as it would educate them about the norm of the 
culture and the proper local customary practices that need to be observed. However, language training is an optional 
programme. They are encouraged to take up tuition classes for local language training. Expatriates and family 
members are eligible to apply for language tuition reimbursement from the company.  
Training provided by Company 1 is usually preparatory culture orientation before assignment and other on-going 
trainings are given on-the-job in the host country. Orientation of expatriate administration will be conducted during 
the initial period of arrival. A local contact normally from the outsourced relocation vendor will provide a quick local 
tour for the expatriates and family members. It will include walking around the local community, familiarization of 
local supermarkets, international school, government department, banks, and shopping places and places of interest. 
Most of these planning would be done by the local human resource personnel to provide networking and information 
for expatriate and family to adapt and blend into the local environment. 
Since culture is a very soft issue, people cannot be trained to behave like what they are expected to behave. The 
informant has cautioned that apart from training and orientation, a mentor and coaching program will be useful to 
provide regular feedback and identify any potential development action plans.  Such discussions can be reality checks 
that may be personal and business related issues. The program is to ensure that the expatriate will be successful in the 
assignment and also to track their progress. International assignment provides expatriate opportunity to share learning 
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and to get a better perspective of global diversity, local customers’ needs and the market dynamics. Expatriate 
management process must be aligned and integrated as part of the talent management system in order for it to be 
successful. 
3.2. Case 2: Company 2 
To help the expatriate quickly adapt to the local environment, normally Company 2 will provide them with the 
cross-cultural briefing and language training. Technical training generally would not be given because the assignees 
are believed to possess the expertise that they required. Besides the pre-departure training, Company 2 also provides 
the assignees with arrival adjustment training. However, training does not carry on during the expatriate assignment 
period. The expatriate career path is depending on which types of expatriate assignment they are engaging. For the 
one-way transfer, there is no ending for their assignment, they stay there and will not have the relationship with the 
home country anymore. Another types of assignment is the short-term assignment, the expatriate would have 
something waiting for them when the assignment is finishing.  
3.3. Case 3: Company 3 
Orientation is organized for the expatriates before departure by the HR department in the home office and after 
arrival by the HR department in the host country. The orientation or briefing is on the topics of the local customs, 
regulations, and local culture.  According to the informant, orientation is necessary for every expatriates, however if 
the assignees have been working in the Asia countries or they are Asians and they are sent to Malaysia, then the 
orientation would be less rigorous. On the other hand, if the expatriates are from the Western countries, then they will 
undergo the same training and orientation with more rigorous.  
Training and orientation are agreed to provide effectiveness in helping expatriates adjust, but again it depends on 
individual’s attitude and motivation. In Company 3, training would be carried out if the expatriates request for it 
during the expatriation period.  However, there is no guarantee for the expatriate’s career path. As mentioned by 
informant, “it depends on the company, some companies have a reason to send their staffs overseas, is part of their 
training and development and as exposure, and they also to meet the requirement of the host country, however some 
do not, some are sent, when they finish it, when they go back, they have to look for another job”. According to 
informant, expatriates’ attitude change to become more patient and open after expatriation. This is due to they have 
to perform within limited resources, and dealing with different people from different culture in the host country. 
3.4. Case 4: Company 4 
According to informant, they do not provide pre-departure training to the locals for going to Japan because 
environment of the factories in host country are very much like Japan, therefore when the locals going to Japan they 
will not so shock to see things run there. She alleged that, “ the ways they are behaving towards the manager, the 
ways the Japanese are running the functions pretty much like in Japan, so whoever is already here when go to Japan, 
easier for them to adapt, not so much problem except may be language”. Conversely, for Japan expatriates to come 
here they would face culture shock, this is because the food is different, the culture is different, and adapting to the 
local environment is difficult. The main training and development support offered by a company during pre-departure 
phase to Japanese expatriates are the English language training and the factual information such as geography, and 
climate, the Japan company does not provide the assignees with other cross-cultural training, however, after their 
arrival in host country, there will be other Japanese expatriate gives them the orientation and briefing about the local 
culture. Training does not carry on during the expatriation period, if Japanese face problems in the host country and 
require guidance, there would be local employees for them to refer, especially on non-work related matter. For 
instance, they wish to travel to somewhere, there will be locals to assist them if they require assistance and be their 
tour guide.  
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6. Discussion 
McNulty and Tharenou (2004) pointed out that, planned assignments staffed by quality candidates, who are 
compensated appropriately, then require appropriate training and development activities to ensure the assignment’s 
purposes are met and that costs from assignment failure are reduced. Four informants have revealed that companies 
try to put much effort in preparing the expatriate and his or her family members in order for them to relocate effectively 
to overseas. More often than not, preparation and training are organized during pre-departure and after arrival. Low 
rigorous types of cross-cultural training such as information, briefing, cultural orientation and language training are 
often provided (Black et al., 1999) to give information about the host-country’s geography, climate, housing, schools, 
local regulations, customs, value systems, culture, and language (Forster, 2000) so that expatriates can adjust 
themselves to the new environment successfully. After arrival, expatriates and family members would also be brought 
to walk around the host environment.  
These cross-cultural training and orientation are a necessary for every expatriate, however if the assignees are from 
countries with nearly similar backgrounds as the host country, or have been working in the countries with almost 
similar backgrounds then the training and orientation would be less rigorous. On the other hand, if the expatriates are 
from countries with distant culture and language to the host country, then they will undergo the same training and 
orientation with more rigorous content (Black et al., 1999).  Usually, expatriates are not provided with any language 
training when they are assigned to an English speaking country because they are have no problem with English 
language (Tran & Wong, 2006) but a substantial endeavour to learn the courtesies of introductions and small talk can 
release constructive signals to host-country nationals (Forster, 2000). Therefore, language training will be provided 
occasionally if that is deemed necessary or is requested by the expatriates, for instance Japanese undergo compulsory 
English training before departure. 
Training in cultural understanding is aimed to augment an individual’s ability to cope and work in an unfamiliar 
environment (Forster, 2000). Informants agreed that training and orientation are effective in helping expatriates to 
adjust, but again it depends on individual’s attitude and motivation. Besides that, culture is a soft issue, where it cannot 
be learned and internalized in days, some cultures are more difficult to adjust than the others are, and the tougher the 
culture is to adjust to, the more assistance is required (Black et al., 1999). Therefore, training per se is not enough to 
help expatriate adjusts, people cannot be trained to behave like what they are expected to behave. Literature has 
suggested that post-move training is important to create complete sense to develop the learning curve initiated prior 
to the transfer and continue with both experimental and formal cross-cultural learning after relocating overseas. The 
danger of one-off training events is that they all too often have a fast fading halo-effect (Forster, 2000). However, 
informants have mentioned that they do not provide the training to expatriates during the assignment period. One 
informant mentioned that, training would only be carried out if expatriates request for it during the expatriation period.  
However, some informants mentioned that they would have local mentor who can couch and simulate expatriate into 
the environment to facilitate expatriate’s learning and adaption (Black et al., 1999). 
The reality shown that there is no guarantee for expatriates’ career path in most companies depending on the types 
of assignments people are engaging. According to informant, sometimes things not always work as planned, for 
instance, when there is an opportunity, either they are not ready for it or the person is not suitable for it. On the other 
hand, Japanese company shows differences in managing expatriates’ career path. Japanese expatriates are the people 
whom they wish to develop and promote for succession planning. Therefore, when the expatriates went back, as long 
as they can prove themselves that they are worthy to be promoted, then they will have some positions waiting for 
them. 
7. Conclusion 
Companies provide the cross-cultural training, relocation supports, orientation, language training to the expatriate 
and his or her family members before assignment and after arrival are to enhance their adaptability and familiarization 
to the host country environment, culture, as well as reduce the culture shock effect. Sometimes, pre-assignment visit 
to the host country would be organised to facilitate the assignee to make decision whether to engage in the assignment 
or not. From literature, training should be taking place in ongoing basis during the expatriation period because 
incessant on-the-job training, mentoring, and coaching would enhance expatriate’s performance and reduce the 
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vagueness and unfamiliarity towards the working environment and culture, however findings shown that not all the 
companies have this practice. 
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